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Abstract
In recent years, organizations have focused on developing human resources and on the management systems that enable 
them to achieve their strategic goals. The success of such systems is given by organizational culture, philosophy and 
mentality of people in the organization. The principal aim of our research is to identify human resource practices in public
organizations, especially in public administration sector, and the link between them and the financial constraints in our 
country. It is analysed the orientation function of human resources in public administration in Romania based on statistical
data and reports provided by the National Agency of Civil Servants (NACS) and the compatibility between the orientation 
function of human resource management under the financial constraints, taking into consideration the implications at 
organizational level and for the public sector employees.
Our research objectives are:
Show the state of knowledge concerning the involvement of human resource in terms of practices in public 
organizations, our research is based on literature review, national and foreign countries, which justify our analytical 
approach and enable comparisons.
Identify relationships between human resource management function and the financial constraints and the impact 
on the performance at the public organizations level, taking into considerations the provisions of law.
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1. Introduction 
Human resource issues in the public organization have become a major concern of policy makers and public 
strategies in the context of changes taking place in the Romanian society. Understanding of the organization 
and operation of the HR function in the public organization is a prerequisite for the achievement of civil service 
reform. Importance of analysis is even greater as the realization of the fundamental tasks that have to be met, 
the public organization should use its strategic resources, and the human factor is one of these, as shown by 
many researchers in their theories Schuler, 1992; Ulrich, 1991. Referring to human resources in the public 
organization, Barzelay, 1992 says about the role of managers in the public organization "informed managers 
from today public organization understand and appreciate various concepts such as exercising leadership roles, 
creating a high mission and organizational culture, strategic planning,  management without direct authority 
[...] commitment to quality, creating a conducive climate to innovation, creating teams, work reorganization, 
investing in people [...]. ". 
The human factor is seen as the engine of the entire business entity assuming a variety of roles in the 
exercise of its function in organization. Due to the complexity of this issue, a judicious analysis was made by 
theorists about common issues that HR takes in public and private sector and those distinguishing features. 
Rosenbloom, 1982 believes that over a long period of time it was try to lead personnel management in the 
public sector under values and criteria promoted by the private sector. He believes that there are four factors 
which influence human resource practices in the public organizations and which distinguishes it from the 
private sector: Constitutional Law (legal factor), markets/citizens needs, sovereignty and public interest. From 
this perspective, the government and state authority are seen both as an employer and as a political authority. 
As a result, departments of human resources policies and strategies are set and enforced in accordance with the 
rules laid down by them.  
Our analysis aims at highlighting human resource practices in the Romanian public organizations, especially 
in public administration sector (characterised by economical and political changes in the last years), taking into 
account the direction of public policy, structural reforms and their effect. Also, the financial issues are 
discussed in order to show the implications on the human resource activities. Global economic crisis determine 
public authorities to take decisions that affects people. For HR management from the board of Romanian public 
organizations it becomes a very difficult period because it was necessary to determine the directions to manage 
people and to maintain the work force in order to sustain activities. It is a hard and difficult work if the 
financial resources are limited or insufficient to motivate your employees.  
2. Theoretical background  
In the literature there are debates that highlight the essential role of HR function in the organization. Human 
resource practices that ensure competent, motivated and involved in organizational activities MacDuff, 1985; 
Appelbaum et al., 2000 or focused on exploring attitudes and behaviours in direct agreement with financial 
motivation Wright and Boswell, 2002; Bercu and Roman, 2012, are only examples may cause an organization 
to perform through its people. 
In the literature it is considered that the strategic approach of human resources is to create models of HR 
practices that influence organizational performance. It can be distinguished in these respect two orientations 
Sisson, K., Storey, J., 2000: universalistic orientation that emphasizes human resource practices in line with the 
organization's external environment and achieve performance varies depending on external changes and 
contingency orientation expressing human resources practices focused on internal factors of the organization. 
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From this last perspective, it is estimated that can be distinguished stages of development of an organization 
related to the growth, maturity and decline, and human resources practices must be adapted to the permanent 
changes. According with the study of Pffefer, 1998; Ahmad and Schroeder; 2003, it was identified seven HR 
practices leading to performance through people, see table. 1. 
 
Table 1 
 HR practices that lead to performance through people 
1. Employment security 
2. Recruitment and selection of new staff 
3. Decentralization of decision making 
4. Relatively high compensation contingent on organizational performance 
5. Professional training programs extended 
6. Small differences and barriers related to organizational climate for all employees 
7. Communication of information on organizational performance and financial 
 
 Source: Pffefer, J., 1998: 64-65. 
 
In public organizations the HR function is performed by means of directions, services, personnel 
 directly subordinate to authority or public institution. National structural reforms of the civil 
service are the responsibility of the government and its specialized apparatus (ministries, agencies and 
government offices) and at local level (counties, cities/towns, villages) are the responsibility of elected public 
authorities(mayor and council) that will implement decisions through their own specialized services (lines, 
human resources services). 
3.  The state of HR in Romanian public organizations 
The Romanian public administration is a complex and continuous process of institutional reform and 
adaptation to standards of good practice at European level. Governance principles (legality, proportionality, 
subsidiary, non-discrimination and equal treatment, representation, respect for the best interests of citizens) 
require thorough knowledge of HR practices, requirements and exigencies. The human resources practices at 
European level are different from those in United States of America, Brewster; 2004, taking into consideration 
the historical and geopolitical factors, the culture and the mentality of the peoples. In this order, the European 
principles create new HR practices for organisations to make the differences and the spread between them 
smaller.  
Civil service reform has been a priority for the Romanian governments since 1989, with the 
professionalization of the civil service and improving the quality of public services. Directions of action on 
human resources practices established by public policy objectives are mainly: 
 Refining a recruitment and selection of staff in public organizations; 
 Identify and apply measurement procedures and performance evaluation of staff of public organizations; 
 Training and development of staff in public organizations to increase job performance; 
Measures to reform the civil service were filled by government action that aimed mainly: 
 Adopting a unified pay system for staff of public organizations; 
 Develop and implement a recruitment, evaluation and promotion based on merit and competence in public 
office; 
 Increase the efficiency of civil servants in providing quality public services; 
 Improving public service image by increasing the transparency of administrative and measures against 
corruption. 
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The reform of public service must be continued in the context of a broad reform of the administration as a 
whole, can be stimulated by the existence of skilled, motivated, efficient, and competitive and well trained 
professionals.  
HR practices in Romanian public organizations are oriented in the directions identified in our theoretical 
analysis above: recruitment and selection of staff, motivation and reward, training and development of staff.  
In 2009 have been blocked the jobs from public sector because of global economic crisis and it was taking 
austerity measures. Directly in line with the need to reduce public spending, austerity measures imposed 
through government action was to reduce wages by 25%. In this political and economical context, public 
authorities and institutions had to conserve human resources existent in the sense of involvement and 
ownership of responsibilities for specific tasks. Staff de-motivation and dissatisfaction were the immediate 
effects of the austerity measures imposed. If access to the public system was blocked by anti-crisis measures 
taken, human resources managers of public organizations has returned difficult task of maintaining staff 
through the use of practices aimed at achieving individual and organizational professional performance to 
render labour satisfaction. Through professional training programs HR managers give the possibilities to 
employees to acquire new skills and abilities that subsequently use them to work, being at the same time an 
incentive to increase performance at individual and organizational level. 
According to Law no. 188/1999 on the Statute of Civil Servants, republished, with subsequent amendments, 
public authorities and institutions are bound annual communication to the National Agency of Civil Servants 
(NACS, governmental body with role to manage and administrate the functions and officials in the public 
administration sector) the development professional plan of civil servants, as well as funds in its annual budget 
to cover professional development expenses of civil servants, organized at the initiative of or in the interest of 
public authority or institution. Government Decision no. 1066/2008 for the approval of the training of civil 
servants is the executive act which assures the necessary methodology to fulfil this legal obligation. This law 
provides the framework for planning training and professional development, and rights and obligations for 
public institutions, civil servants and training providers. Financial support for training and professional 
development is done according to legal regulations, public authority or institution budget and other sources (EU 
funds, government grants and so on). 
 
 
Fig. 1. Financial allocation from local and central authorities 
Source: own processing data after Report on training professional civil servants on 2012 and 2011, published by National Agency of 
Civil Servants, http://www.anfp.gov.ro/PaginaContinut.aspx?Id=237 accessed on 25 of July 2012.  
 
In the first half of 2012, the National Agency of Civil Servants 259 reports were received, of which 34 
reports of authorities and central public institutions and 225 reports of local authorities. At central government 
level, of the 34 reports, only 22 are the principal budget offices. Thus, the total number of 4695 local public 
institutions (based on Report on civil service management and civil service in 2010, www.anfp.gov.ro) only 225 
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have passed annual training plan. A number of 41 counties, except Bucharest, sent reporting a total of 37 
county councils, representing a percentage of 90.24% of the total of 42 institutions. In relation to the total 
number of public authorities and institutions, the 4695 local public institutions, result of 5.5% overall 
respondents at all levels of government is not encouraging. 
Looking at NACS reports for the years 2012 and 2011 can be observed that the funds allocated from the 
budget authority or institution are reduced at the level of central government, while at the local level there is an 
acceptable financial allocation average for professional training, see Fig. 1. 
Other sources than those allocated from the state budget or local budgets may be structural funds obtained 
from running externally funded grant projects, whose beneficiaries are public authorities and institutions from 
central and local level of administration, see Fig. 2. 
 
 
Fig. 2 Financial allocation from other sources 
Source: own processing data after Report on training professional civil servants on 2012 and 2011, published by National Agency of 
Civil Servants, http://www.anfp.gov.ro/PaginaContinut.aspx?Id=237 accessed on 25 of July 2012.  
 
The analysis of pooled data, it appears that the financial allocation of EU funds is predominately in the 
central government in 2011 than in 2012, reflecting an increased interest in the institutional level, the use of EU 
funds to support the training process of civil servants. Locally, there is a lower degree of absorption of EU 
funds, which determines a lower level of funds obtained from other sources than the budget. 
Can be highlighted key issues facing HR managers in public institutions: 
 funds allocated to a training and professional development activities are insufficient in relation to the real 
training needs; this is likely to de-motivate employees and to hinder the process of forecasting training and 
professional development of civil servants; 
 effects of budgetary adjustments on funds for professional development of civil servants, which may cause 
a reallocation of funds by just reducing those funds originally allocated for training and professional 
development activities;  
 lack of information or inability managers of public organizations to attract European funds. 
4. Conclusions  
Under the auspices of the global economic crisis and subject to budgetary restrictions Roman; 2011, the 
Romanian public organization maintains strategic resource Belout and Gauvreau; 2004 - people, promoting 
traditional principles of continuity and stability in function. Current HR practices are predominantly oriented 
towards identifying the ways that public sector employees can meet the demands of society, but, in the same 
time, to be motivated and to have satisfaction of their work. The activities concerning the recruitment and 
selection of new employees for public organizations are restricted by government action; state law wage is 
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determined by the unique salary system, a form of incentive remained training and professional development of 
human resources. The lack of financial resources constitute one of the barriers for managers from public 
administration to promote new HR practices concerning the process of recruiting and selection, to maintain and 
to develop the skills and knowledge of employees. To decide the HR strategy in a public organisation must 
understand that the authority limits makes hard to find time and money and it is easier to deny the importance 
of HR function and to develop new ideas Osborne and Gaebler, 1992. 
Financial restrictions and limits funding for these activities causes a disinterest managers in public 
organizations to identify training needs of employees. Long term effects will be negative: professional 
dissatisfaction and poor quality of public services. For the Romanian public administration, the reform of civil 
service has a long and difficult way to go in developing new practices of HR. But, even the steps are smalls, it 
is important to find any financial possibilities to sustain and to cover this function (own revenues, other sources 
 European funds, internal and external grants). Professional training of HR managers about how can be obtain 
the European funds, than help them to develop, implement and evaluate the project, are measures which must 
be taken from the public authorities from any level of government. In this manner the HR strategy can be 
operational. 
Maybe, outsourcing the HR function in a specific context Siegel, G., 2000 can be a strategic decision of 
public authorities. But this implies a new discussion and another scientific paper in the future. 
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